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Executive Summary

'The University of California,

Berkeley (UCB), is viewed by

many of those interviewed at

peer institutions as a leader in

the development of work/life
~ programs and policies.

[n addition, University of California President

Robert C. Dynes issued the following statement in
support of systemwide efforts to address the challenges
faced by faculty and staft balancing work and personal
pressures:

The University of California is committed to the ongoing
development of principles, institutional resources, and

a workplace culture supportive of personal and family
responsibilities. In aspiring to achieve such a workplace culture,
the University will foster work-life integration and support
work-life strategies that promote civility, citizenship, and
community. The University, having accomplished this, will
maxinize the productivity and successes of its diverse faculty
and staff and enbance the quality of life for all.

(See Appendix A for full text)

As part of strategic planning for the work/life program
on the Berkeley campus, Steve Lustig, Associate Vice
Chancellor—Health and Human Services, contracted with
Artemis Management Consultants to advise him on:

1. Current national trends in the work/life field, including
best practices

2. Priority areas for the campus work/life programs to
address

3. Key areas for the Chancellor’s Advisory Committee

on Dependent Care (CACDC) to address in the coming
vears, and

4. How to most effectively organize work/life efforts given
the above issues.,

Strong leadership for work/life initiatives exists in the
academic arena under the Vice Provost—Academic Affairs
and Faculty Welfare. In addition, with the appointment of
a new Vice Chancellor-Equity and Inclusion, addressing
the intersection of work/life issues with diversity will

be a key to equity and inclusion for faculty, non-senate
academics {e.g. lecturers and many researchers), staff,

and students. Collaboration between the Associate Vice
Chaneellor, the Vice Provost and the new Vice Chancellor
will strengthen and integrate a campuswide approach to
work/life challenges and help UCB recruit and retain the
highest quality staft and faculty. This will also help UCB
continue to be perceived by peer institutions as a leader in
this field, collaborating across campus constituencies to
address critical work/life issues.

Many in the UCB academic arena have worked extensively
to conduct research and develop policies and programs to
support faculty. The UC Faculty Family Friendly Edge
{http://uctamily cdgc,bc.rkdc:}.cdu) articulates a road map
for campm programs and policies for both faculty and
statf. Work and Familv: A Guide for Balancing Work and
Family: Information for UC Berkeley Faculty oid Staff
{(htep: //\vurkandmmnl\ «chance.berkelev.edu) communicates



current programs and peolicies for the campus and is
updated annually.

Over the past decade, the Work/Life Program at
University Health Services has worked with staff, non-
Senate academics, and faculty to address issues and
develop programs and policies. In the coming vears,
several specific areas of focus emerged from the interviews
that will require continued collaboration to enhance the
effectiveness of initiatives. Among these are:

1. Childcare

2. Eldercare

3. Education about work/life policies and programs
and how to use them; e.g. flexible and part-time work
schedules, and job shares

4. On-going communication through various venues about
related policies and programs, and

5. Closing the gap between policy and program
development and implementation.

Specifically:

1. A survey should be conducted to identify priority
work/life needs for staff so that appropriate solutions can
be developed. These results can be assessed with those
gleaned from faculty surveys. The survey analvsis should
include demographics in order to provide the University
with the opportunity to determine if there are different
needs for staff in different job classifications and/or from
different backgrounds or generations.

2. There is more to be done with respect to data collection,
identification of current priorities, and most importantly,
implementation of related policies and programs. This

is especially true with respect to communication and
training. The campus needs to communicate more
frequently and in various modalitics about existing work/
life policies and services.

3. Managers need training and mentoring as to how

to manage the demands of their areas while using
work/life policies, such as flexible work schedules and
telecommuting options. Success stories should be broadly
disseminated to help managers see various strategies thar
have worked.

4. There are not enough affordable childeare slots to meet
the growing need for care. The hours of operation of

the centers do not always coincide with work schedules.
Many families cannot afford on-campus childcare. A
survey would help determine what tvpe of childcare
arrangements different constituencies desire, Specific
recommendations for both staft and faculty (and students)
begin on page 9.

5. Currently, eldercare is a significant challenge for many
staff and faculty. Do they need more counseling, resource
and referral assistance? Flexible schedules to care for
their eldersr More flexible leaves of absence for eldercare?
Survey data will help determine the kind of support that
will be most useful.

The following report was compiled from interviewws with
faculty and staff and professionals in the feld, and from

a review of relelvant vesearch and internal docume nts.

Report recommendations represent a place to anchor future
development of work/dife efforts on the Berkeley caniptis, and
show where additional data collection is needed.

N



The Status of Work«Liferlssues‘: ”
Recommendations for Evolving the Work-Life Program

at University of California, Berkeley

Introduction

As part of strategic planning for the work/li fe program
on the Berkelev campus, Steve Lustig, Associate Vice
Chancellor-Health and Human Services, contracted
with Artemis Management Consultants to advise him
on:

1. Current national trends in the work/life field, including
best practices

2. Priority areas for the campus work/life program to ad-
dress

3. Key areas for the Chancellor's Advisory Committee

on Dependent Care (CACDC) to address in the coming
vears, and

4. How to most effectively organize University of
California, Berkeley's (UCB) work/life efforts, given the
above issues.

To gather information, the consultant conducted inter-
views during April-July 2007 to assess the work/life needs
at UCB and the trends in the work/life field at peer insti-
tutions (see Appendix B, p. 22, for alist of individuals and
universities). Faculty and staft who have work/life respon-
sibilities at peer institutions also were interviewed, and a
review of current literature in the field was conducted.

In October 2007, University of California President
Robert C. Dynes issued a letter to the University com-
munity stating that she University is committed to promoting
a family-fricudly work cnvironment by providing programs
and services to help its employees achieve success at work and in
their personal lives, (See Appendix A, p. 20, for the full text.)

Nationally, work/life programs take many forms, and
there is no consistent pattern for organizational structure.
The information in this report reflects what has helped
make programs successtul both with respect to policy and
program development and for implementation. The fol-
lowing recommendations are offered to help UCB coordi-
nate and further develop its work/life efforts to recruit and
retain the most talented faculty and staff possible.

UCB needs to continue to evolve its work/life
policies and programs to remain competitive in
the talent hunt.

A. Current State of Work/Life Programs
and Policies on Campus

In discussions with faculty and staff at peer institutions,
many of those interviewed stated that UC Berkeley is
perceived by peer institutions as a leader in developing
work/life policies and programs for both faculty and staff.,
However, peer institu-
tions are constantly
developing new poli-
cies and programs that
challenge UCB, such
as the recent funding
for graduate students’
dependent care sup-
portat Princeton!

{See Appendix C, p.
23, for a list of peer
institution programs
and policies compiled
by Marilvn Kraut,
University of Pennsylvania). With pending retirements
and changing demographics, UCB needs to continue to
evolve its work/life policies and programs to remain com-
petitive in the talent hunt.

Many in the academic arena of the campus have worked
extensively to conduet research and develop policies and
programs to support faculty, The UC Faculty Family
Friendly Edge (http://ucfamilvedge berkelev.edu) articu-
lates a roadmap for programs and policies for the cam-
pus. 4 Guide—DBalancing Work and Family: Information
for UC Berbeley Facuity and Staff communicates available
programs and policies and is updated annually (htep://
waorkandfamily.chance berkelev.edu/). The new Chairs
and Deans Tof%it provides specific guidance to deans and
department chairs on the implementation of policies and
programs (http://uctamilyedge berkelev.edu/toolkit.html).
"The Work/Life Program at University Health Services has
worked over the past decade with both the staff and aca-
demic arenas to address these issues and develop programs
and policies.

While information such as the web site above indicate
that UCB has cutting edge work/life programs and poli-
cies, many of those interviewed indicated that, for various
reasons, the policies and programs are not utilized to the
degree needed. For example, many managers appear reluc-



tant to support flexible work arrangements. This could be
due to several factors, from honest concerns of workload
and meeting timelines to lack of awareness of available
policies and how to use them. With respect to commu-
nication and implementation, some managers were not
aware of the institutional and programmatic support avail-
able to them for addressing work/life issues.

Dara and research to support policies exist for faculty at
UCB. For staff and non-senate academics (such as lectur-
ers and many researchers), however, the campus is lagging
with respect to data collection, identification of current
and future priorities, continuing policy and program de-
velopment, and education. There is a significant gap be-
tween the development and the implementation of existing
programs and policies across all constituencies.

B. Future State - Overview

UCB is expected to lose 30-40 percent of its current fac-
ulty and staff the next 5-10 vears (based on an analvsis of
those in their 50s with five or more vears of service). It
will be an enormous challenge to recruit and retain suf-
ficient talent to accomplish the work of the University.’ By
understanding the values and needs of the vounger, more
diverse generation and by addressing work/life issues,
UCB may be able to compete as the emplover of choice.
Addressing work-life issues in an academic setting is i nipera-
tive for the future.

Costikyan, 2006*

The needs of both faculty and staff have changed over
time. Currently and moving into the future, the following
are the key trends that emerged in talking with both in-
ternal and external resources and reviewing the work/life
literature:

* There are more dual career families. This presents a chal-
lenge for both childcare and eldercare.

* Men today generally want time to be more involved with
their families than their fathers were able to be.

Hoan Crinms, [?
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* Spousal/partner hiring is a challenge for dual career
families for both faculty and for administrative executives
and managers.

* Because of the housing market, many staff and faculry
live away from the inner Bay Area and have longer com-
mutes to work.

* The younger generation (22-30) expects more flexibility.,
* 'The vounger generation is more technologically savvy
and expects to be able to work anvwhere, anvtime.

* There is an increasing eldercare challenge.

* The baby boomers will be retiring in the next decade
and UCB will need to recruit large numbers of statf and
tacultv.

* UCB is moving staff and some faculty departments away
from central campus. Thus, remote work will become nec-
essary in order to increase efficiency. Walking to meetings
or taking a shuttle bus will no longer be realistic and ef-
ficient. Managers will be required to learn how to manage
remote workers,

It will be important for UCB t move aggressively into
the next phase of work/life programming, which includes
improved communication and training and may include
challenges such as work restructuring,

In 1995, research sponsored by the Ford Foundation at
Tandem Computers, Xerox and Corning found that there
are at least three phases in the evolution of the wav orga-
nizations address work/life challenges:

* Phase One: Program and Policy Development

* Phase Two: The elimination of barriers that prevent the
implementation of the creative policies and programs.
"These barriers are generally the norms or traditional
assumptions that individuals, managers and organizations
hold that become obstacles to the implementation of new
programs and policies. This is often referred to as organi-
zational climare.

* Phase Three: Changes in work structures or work pro-
cesses—alignment of the way work is accomplished with
the needs of the business, the needs of the emplovee and
the needs of the customer, *
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Recommendations

The UC Faculty Family Friendly Edge (httpy/

uctamilyedge berkelev.edu) has begun to address work/life
issues in campus departments and colleges with the devel-
opment of the Chairs and Deans Toolkit by Karie Frasch,
Mary Ann Mason, Angy Stacy, Mare Goulden and Carol
Hoffman. Several of their recommendations can be ad apt-
ed to address issues faced by staft supervisors and man-
agers, including creating a family friendly department,
implications of work/life issues for recruitment and hiring,
legal dos and don'ts, and available resources.

The following recommendations are offered to address
concerns expressed in the interviews. These recommenda-
tions also will help UC Berkeley continue to evolve its
work/life program and close the gap between work/life
policy and program development and the actual imple-
mentation of the policies and programs. The recommen-
dations identify if they are intended for staff and faculey
or for staff only. This report did not directly address the
needs of students or specific needs of non-senate academ-
ics (such as part-time lecturers and some researchers).
However, work/life challenges also impact these groups,

especially graduate students and their cheice of institution.

More focused attention on the needs of these groups will
be an important next step for the University to consider.

Turnover is costly.

The Society for Human
Resource Management
estimates that it costs 1-1.5
times salary to replace a
staff person. Replacement
of managerial and
executive positions is
estimated to cost between
1.5-2.5 times salary.

1. Campus-Wide Survey for Staff:
Conduct a survev of all staff on a rotating basis.
While there currently are regular surveys of faculty work/
life needs, there are no campus-wide survevs for staff, A
campus-wide survey would help leaders understand the
specific needs of staft so program and policy priorities can
be targeted. Staff surveys also are under discussion with
respect t equity and inclusion and other campus efforts;
these institutional needs should be combined. Survey
results can be used to design services and targeted educa-
tional modules for academic and staff managers and su-
pervisors. In addition to aiding understanding of existing
contracts, policies, and programs, survey results can help
managers see the issues more clearly and develop alternative
options to meet the needs of their colleges and departments.
A survey also will communicate administration's interest
in and support of addressing these work/life challenges,
although care needs to be taken in constructing the survey
to ensure that there can be follow through on survey re-
sults given constraints of labor contracts and budgets. Such
surveys increase statf expectations that the organization
can repond to the data. Thus, the survey process itself can
benefit the university, but needs to be managed and com-
municated carefully.
Faculty currently are surveved on a rotating basis.
Interviewees suggested that campus staff also be surveved
on arotating basis—a percentage of staff cach vear. This
method would ensure that data is current and that a broad
array of staft is involved, but that not all staff are burdened
annually.

2. Recruitment and Retention of Staff:

Ensure the implem entation of telecommuting and flex-
ible work schedules as part of the package to recruit new
staff and retain current staff.

Reeruitment and retention of skilled staff are critical to
the campus mission. There is enormous competition for
talented staff in the Bay Area. Many Bay Area emplovers
have well-structured work/life policies and programs and
provide support for telecommuting, flexible schedules and
part-time employment. A sample of prominent Bay Arca



organizations from a wide variety of industries and
with strong programs include Hewlett-Packard, Cisco
Systems, Oracle, Bank of America, Gap, Wells Fargo,
IBM, State Farm, Pacific Gas & Electric, Safeway,
MeKesson, Genentech, Clorox, American Express,

and Accenture.”

Turnover is costly. The Society for Human Resource
Management estimates that it costs 1-1.5 times salary to
replace a staff person. Replacement of managerial and
executive positions is estimated to cost between 1.5-2.5
times salary depending on the level and the required skills.
Given that trends indicate increasing turnover, mini-
mizing turnover would decrease costs and could free up
financial resources for other staff development priorities,
such as professional development, leadership training and
recognition activities.,

In the next five to ten years, the baby boomer staff will be
retiring (30-40% of UC Berkeley faculty and stafft—
including 80% of the leadership—are retirement eligible?).
UCB will need to compete for reduced numbers in the
labor market. The younger generation chooses emplovers
based, in part, on their willingness to support flexibility
and telecommuting.’

UCB needs to restructure work and develop a dimate where the
vounger gencration wants to wort, UCB Administrator

UCB managers can use existing programs to help recruir,
retain and to manage their staft. To support recruitment
and retention of both faculty and staff, those interviewed
indicated that the following programs need to be assessed
and/or expanded.

3. Program and Policy Development:

a. Childcare:

UCB needs to determine whether more affordable
and flexible childcare is necessary, and , if so, how to
access it.,

Target papulation: Faculty, staff (and students)
From the interview responses, childcare appears to be a
pressing issue for faculty, staff, and students. Availability
of affordable childcare with flexible hours is critical as
vounger staff and faculty move into positions vacated by

Recommendations

retirees. Additional spaces on or off
campus, quality, and costare con-
tinuing issues for both faculty and
staff parents.

Another important issue is ex-
tended care. If facultv and staft are
working flexible schedules, child-
care needs to be available to support
their required work hours. UCB needs to continue to ex-
plore ways for the campus to address these challenges.
UCB also needs to think broadly about child care access,
e.g. public/private partnerships to provide care in the com-
munity. The University of Michigan, for example, has an
extensive program that trains community based childeare
providers. These home-based facilities offer important
advantages to staff and faculty, as they are often more con-
venient, less expensive, and more flexible than on-campus
facilities.

Many UCB staft and faculty interviewed expressed the
opinion that childcare issues are particularly difficult for
low wage earning staff. The University needs to explore
options for providing additional suppeort for this group,
and support childcare access as a benefit in collective
bargaining agreements.,

Most of the peer institutions surveyed in March 2006 by
the work/life director at the University of Pennsvlvania
provide childcare subsidies." Director Laura Keeley-
Saldana of the UCB Early Childhood Education Program
reports that the UCB program currently has about
$700,000 in state subsidy dollars for low income students
and can use this money for low-income staff who qu alifv.
‘There is additional money to support low-income families
coming from foundation grants. UCB should continue

to explore opportunities for grants and state and federal
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funding for additional childcare subsidies and work with
foundations to increase support for low income families.
Peer institutions, such as the University of Wisconsin,
have grants for this purpose.!!

Another suggestion from interviewees was to explore a
parent cooperative approach in current childeare spaces
tor those who need care outside of normal working
hours.

Back-up or sick childcare is an on-going challenge to
universities that is being addressed nationwide. Princeton
University has contracted with a vendor to provide their
back-up care; peer institutions that have a back-up care
program are listed in Appendix C, p.23.

Childeare support for graduate students and postdoctoral

appointees is critical. The Chancellor’s Advisory Committee

on Dependent Care (CACDC) recently added the
dependent care needs of graduate students and postdocs to
their discussions. UCB already is implementing important
family friendly policies for graduate doctoral studens,
such as academic milestone time extensions for doctoral
students who give birth or are caring for a seriously

ill child. Research doctoral students who are women
anticipating childbirth and are supported by fellowships
or graduate student instructor (GSI) and/or research
{GSR} appointments will be excused from regular duties
for a period of six weeks without loss of financial support.
Students also have access to a need-based Graduate
Student Parent Grant award.

Princeton University has released new initiatives
supporting graduate students” work/life challenges.
"Three sections of Princeton’s policy that UCB does

not have are access to emergency back-up childcare, a
budget for dependent care to allow students to travel to
academic conferences, and reduced rate mortgages (htep://
gradschool princeton.edu/about/announcements/).
Childeare continues to be a major issuc for this population.
Joan Girgus, Princeton Professor

One UCB faculty member suggested that every time a
new building is constructed, childcare provisions need to
beincluded, justas parking issues need to be addressed.
A UCB staft member suggested that access to referral

One UCB faculty membe!
suggested that every
time a new building is
constructed, childcare
provisions need to be
included just as parking
issues are addressed.

resources needs

to be improved by
providing more
detailed information
about off-campus facilities.
‘The Berkeley Parents” Network
(http://parents.berkelev.edu/)

is a well-developed resource
that could be expanded with
University support. Perhaps this Network, now with over
20,000 subscribers, could be the foundation for expanding
referral information, especially for faculty and staff who
are moving into the area and are not familiar with the
geography and the resources.

An updated survey will help UC Berkeley learn more
about the preferences of staff and faculty regarding
childeare. Do they want more availability on campus or
oft campus? Do they need subsidies? What hours do thev
want care available? There also should be a cost-benefit
analysis conducted to determine the potential advantage to
the institution of providing childcare support.

b. Eldercare:

Expand the Eldercare counseling program in
CARE Services; provide flexible work schedules
and extended leaves for staffin order for them to
support their need to care for elders.

Target population: faculty and sta ff

Eldercare challenges will continue to grow as the baby
boomer generation enters ‘old age' and their children are
challenged with work, raising families and caring for their
aging parents. Princeton University tracked the calls to
their back-up care vendor and found that 23% of the calls
were related to eldercare needs. The high use of back-up
care for elders was a surprise to Princeton, since they had
implemented the program for sick childcare.

Updated leave policies, flexibility, and responsiveness on
the part of managers will be essential, as staff are chal-
lenged with growing eldercare needs. For a number of
vears, the sandwich generation will be challenged simul-
tancously with both eldercare and childcare responsi-



bilities. Fifty-cight percent of UCB staft are women, and
women generally have the primary responsibility for the
care of both children and elders. According to the National
Academy on Aging (1999), 72.5 percent of all informal
caregivers are women. In the vears to come, it can be ex-
pected that UCB staft and faculty will be greatly challenged
by eldercare needs, as will the institution in realizing its
goal of equity in promotions and hiring of managers.

¢. Diversity:

Foster collaboration on work/life issues between
the new Vice Chancellor- Equitv and Inclusion and
the Associate Vice Chancellor-Health and Hum an
Services around issues of diversity and emplovment.

Target population: faculty, staff, students and non-
senate academics

From outreach and recruitment, to staff development and
advancement, equity and work/life issues are inextricably
linked. People require different work/life solutions based
on their individual pressures, families, communities, and
other variables.

Several Berkeley faculty members noted that this campus
has fewer women administrators than many peer institu-
tions. One Berkeley faculty member said, “If there were
maore women in these positions, there would be more support
tor work/life challenges. There is a focus on student diversity
but the students have few faculty role models that are diverse.
Perhaps linking work/life and diversity issues on campus
would provide more leadership and more visibility...”

’

By collecting data from the recommended staff survev and
other sources, and looking at the intersection of survey
responses with demographics, the Vice Chancellor-Equity
and Inclusion and the Associate Vice Chancellor-Health
and Human Services can better assess how diversity and
work/life issues impact women, people of color, people with
disabilities, the LGBT community, and other marginal-
ized groups within UCB. Lotte Bailyn, a Professor at MIT
Sloan School of Management, has done a great deal of re-
search in this area and her work mav be of value to the cur-
rent efforts on the Berkeley campus.

An additional focus for collaboration on diversity is the

Recommendations

need for the campus to provide hiring managers with train-
ing and resources for addressing work/life issues in the pro-
cess of recruitment, hiring and promotion.

Many of those interviewed indicated that some marginalized
groups on campus, including nen-English speaking staff
and low-income staft, may have specific work/life needs, A
survey of staff will help to identify the specific needs of those
in different income, ethnic, gender and educational achicve-
ment groups. The Vice Chancellor-Equity and Inclusion and
the Associate Vice Chancellor-Health and Human Services
should collaborate on the design and analysis of the survey,
prioritization of campus needs, and planning for addressing
specific needs of marginalized groups.

A new program of Equitv Advisors has been launched in the
academic departments. This may offer an additional opportu-
nity for collaboration around implementation of work/life poli
cies and programs, and an opportunity to include staffin this
maodel and extend the model to administrative departments.

Many of the staff interviewed commented on their percep-
tion that they see faculty receiving specific work/life sup-
port, e.g., access to campus childeare programs. Low staff
enrollment in childcare programs also may be due to cost.
Those interviewed commented that staff morale mav be
poor partially because many staft do not feel the University
cares about their needs. Many of those interviewed see the
perceived divide between the faculty and the staff as an on-
going equity issue,

Many staff interviewed also believe that both faculey and
non-faculty managers can be barriers to using work/life
options. It is probable that many managers are pressured to
meet work demands and are not aware of how to meet those
demands and support flexible schedules or telecommut-

ing options. Managers need to be made aware of options
that are working successtully both on campus and at peer
institutions. This information can be provided on the UCB
work/life websites and in communication and training pro-
grams that are discussed later in this report.

Addressing these perceptions and morale issues offer

other opportunities for collaboration between the new

Vice Chancellor-Equity and Inclusion, the Vice Provost
—Academic Affairs and Faculty Welfare and the Associate
Vice Chancellor-Health and Human Services.
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d. Relocation Assistance:

Create an Office of Relocation Assistance.

Target population: faculty and staff
Offices of “relocation assistance” for faculty hires are being
created on many campuses and include a focus on such is-
sues as partner emplovment, housing, childeare, ete. (see
Appendix C, page 23). Although these offices have sur-
faced primarily in the academic arena, similar relocation
pressures impact staff, especially with the recruitment of
managers and senior administrators.
Further exploration should be undertaken to create a relo-
cation office on the Berkeley campus. This may be another
area where the academic and staff arenas can collaborate
because information on housing, childeare, schools and

i3]

employment may be similar for both faculty and statt.
There currently are no cross-campus programs in place at
UCB for hiring partners of faculty or administrative statt.
UCB should explore implementing programs such as the
Partner Opportunities Programs at UC Davis and UC
San Diego. These programs can include partnerships with
surrounding colleges (e.g., UC Davis, UC Santa Cruz, SF
State, ete), FTE banks and incentive programs. Contacts
also can be made with local private, non-profit and other
institutions to explore providing emplovment referrals for
UCB partners/spouses. UCB, through Human Resources,
is a member of a northern California consortium that fo-
cuses on spousal employment; Human Resources can be a
more visible link when partner emplovment is an issue.

e.Employment Life Cycle Planning:

Explore the expansion of the policy supporting
part-time and/or job share options for those with
eldercare and childcare responsibilities and for
those who want to phase into retirement.

Target population: staff
Currently, Deloitte and Touche LLP is piloting a program
to support staff through different phases of their careers.
The new program allows individuals to adjust the pace of
their work and travel schedules during different phases of
their life cvele. Deloitte has been a pioneer with respect to

work/life issues in the private sector,
‘This is a program that deserves close
review to determine if it can be adapt-
ed into academia. While it may have
budget implications, it has the poten-
tial to become a key staft recruitment
and retention strategy.

An element of life cvele planning is

understanding the different needs of

parents as their children grow older. The focus of most
work/life programs is on childcare. Often, however, there
are as compelling needs related to older children. Few
initiatives, with the exception of the campus’s annual ad-
vertising of summer camp programs, address the needs of
school-age children at the K-12 level. UCB should con-
tinue to ensure that the campus media outlets publicize
available summer options for children. Through a cam-
pus-wide survey, UCB could identify the needs of parents
with school age children (K-12) and develop strategies to
support those needs.

An additional consideration of life cvele carcer planning
relates to the need for flexibility for caregivers of their
elders. Doty, Jackson & Crown (1998) found that on aver-
age, emploved women caregivers provided approximately
18 hours a week of informal care to elders. Anywhere from
12 to 28 percent of daughters providing elder care quit
their jobs in order to do so (Bovd & Treas 1996). Even
daughters who remain emploved typically decrease their
number of hours at work (Kolodinslky & Shirev, 2000).
Palvako and Artis (1997) found that emploved women
caregivers reduced their hours and were unable to recover
the lost hours even after care giving stopped, a situation
that can only be damaging to the caregivers’ own financial
status upon retirement. Employed caregivers can also be
disadvantaged if there is a lack of flexibility around working
time, a phenomenon that can eliminate caregivers from pro-
motions and other career opportunities (Abel 1991).
Merril {(1997) found that 50 percent of middle-class
emploved caregivers made significant changes in their
emplovment when faced with eldercare responsibilities. A



study that represented caregivers nationwide found that 10
percent of caregivers had left their job, 11 percent took a
leave of absence, and 7 percent reduced their hours at work
(NAC/AARP, 1997). Eldercare responsibilities typically
last an average of 5.5 to 6.5 vears (\\’;u_;ncr &Neal 1994).
[t would be important to watch Deloitte and Touche's
pilotand determine how life cycle employment planning
can be adapted in academia for staff and, potentially,
faculty. Adapting this program for academia may help
UCB retain its leadership position on work/life issues

and thus be in an improved position to recruit and retain
people.

f. Tuition Assistance:
Consider options for providing tuition assistance
for college education and for childcare subsidies.
Target population: faculty and staff
Most of the peer institutions surveved in March, 2006 by
the work/life director at the University of Pennsvlvania
provide some Kind of tuition waivers or assistance for
faculty, employees and/or family members ™ (Please see
Appendix C, p.23.)
During interviews, UCB faculty were quite vocal about
their desire for tuition assistance for both childcare and

college.

Elder Care

.20 percent of middle-class employed
caregivers made significant changes in their
employment when faced with elder care
responsibilities...10 percent of caregivers

had left their job, 11 percent took a leave of
absence, and 7 percent reduced their hours at
work.

s Rrane, Elniversiey off Penn s ania, lnterview 42707

 Recommendations

g. Family Friendly Climate:

Include families in department events when
possible. Schedule meetings during mid-dav work
hours when possible in order not to interfere with
family responsibilities. Childcare centers should
have extended hours for staff and facultv who work
non-traditional hours.

Target population: faculty and staff

When department events include families, it demonstrates
support for the personal lives of staff and faculty. It is also
difficult for many staft and faculty with families to attend
department meetings at the end of the day. Department
meetings could be scheduled with family obligations in
mind.

h. Phased Retirement Planning:

As the baby boomers near retirement age,

the university, faculty and staff have a shared
interest in how to manage the institution while
individuals m ove into retirement. A phased
retirement program would be advantageous for both
individuals and the Universitv.

Targer population: faculty and staff

Many peer institutions indicated that retirement planning
is a key issue. Berkeley otfers excellent pre-retirement
programs for both faculty and staft. One option not
currently highlighted, however, is phased retirement.
Allowing baby boomers to phase into retirement by
working part-time or flexible schedules will allow them
to transfer their institutional knowledge to those who

are younger. It also will allow them to continue to be
productive contributors and perhaps stay healthier,
potentially reducing the cost of health care benefits.
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4. Implementing Work/Life Programs and
Policies: Closing the Gap

a.Leadership needs to consistently communicate their
support of a family friendly climate on campus.

Consistent and frequent messages from the
Chancellor and other kevleaders help to keep the
campus informed about how work/life challenges
can be addressed by managers, supervisors, deans
and department chairs. Several facultv and staff
members stated their desire for campus leadership
to more consistently and visiblv communicate their
support of a family friendlv campus.

b.Leadership Competency:

Leadership and accountability are kevto the success

ofwork/life initiatives, and should be part of

managers’ performance assessments of supervisors.
Leadership is a competency reflected in both the per-
formance management work of UCB’s Career Compass
initiative and through the new Center for Workforee
Development. An element of this leadership is a supervi-
sor’s ability to juggle the demands of their arenas with the
needs of staft and faculty in their department or college.
Opportunities should be created to recognize and reward
individuals for their support of work/life issues. The rec-
ognition should also be public so others are encouraged to
respond to these issues in similar ways.
Including case studies and testimonials on the work/life
website and in brochures is a way of recognizing successes
and providing ideas to others as to how to structure work/
life support in their department. Articles in university
publications also demonstrate institutional support and
recognition of work/life challenges and programs.
Coaching support should be made available to managers
where indicated to increase their effectiveness and support
of work/life issues,

¢.Leadership Development:
The Agenda for Excellence report written bv the
American Council on Education and funded by
the Sloan Foundation suggests that academic
institutions encourage leadership and professional
development renewal opportunities.
A campus Leadership Strategy Work Group is looking
at leadership in academia, and a recent report from the
campus Leadership Development Program identifies
several ways to approach the development of our current
and future academic leaders. Efforts should be made
to ensure that development approaches include work/
life challenges, and that issues related to generational
differences are integrated into the design of any leadership
development program.

d. Communications/Marketing:

Develop a cohesive multi-pronged communication

strategv.
The current perception from those interviewed is that
work/life policies and approaches are scattered and not
very visible. Both managers and staff expressed a lack
of awareness of existing programs, policies, and of the
University’s commitment to this area. A comprehensive
communication plan is needed to ensure that the campus
is aware of the programs and policies that currently exist.
Since most of us are bombarded by a variety of communi-
cation, we generally do not pay attention unless we have
an immediate need to read or listen to or internalize mes-
sages. Thus, the campus needs to frequently publicize its
work/life policies and programs through various mediums
so that, as needs arise, individuals will be aware of the
programs, services and policies that are available.
The current website should be reviewed to ensure that it is
clearly communicating the information and the commit-
ment that is intended. Many organizations have included
testimonials and case studies from managers and staff on
their web sites. These testimonials can help others see that
these programs can work effectively and can also encour-
age creative thinking,



A communication strategyv should in-
clude a clear and concise articulation
of the business case for supporting
work/life programs and policies.

e. Flexibility:

An ability to im plement flexible

work optionsis essential for

recruiting and retaining staff.
"The University of Wisconsin recently
completed a staff survey that indi-
cated the desire for flexibility was the number one prior-
ity of staff."* Many organizations, across all sectors, have
found flexibility to be a consistent priority for emplovees.
While UCB has policies that support flexibility, there
often is a gap with its implementation. This appears to be
due in part to challenges supervisors face in meeting work
demands while being able to respond to staff who need to
use work/life policies. During campus interviews, both
faculty and staft identified flexibility as a kev need but also
stated that there is often reluctance and resistance on the
part of administrators, managers and supervisors to pro-
vide flexibility.
Communication of institutional policies and successful case
studies, support for flexibility, management training, and
mentoring are all important strategies for advancing imple-
mentation of work/life policies and programs. Depending
on which of the issues below have supporting data, a com-
munication strategy could include such issues as:
* Recruitment—NMany emplovee surveys in the private
sector have found that support for such work/life issues as

flexible hours and telecommuting are significant criteria by

which employees select emplovers. In addition, an ability
to telecommute may help UCB's ability to hire differently-
abled staff.

* Retention is another business lever. National data shows
that turnover is costly to organizations. While current
staff retention rates are good at UCB, trends indicate that
this is an area to watch. Retention challenges are costly
with respect to faculty, and attending to work/life issues
may have an immediate impact in that area.
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* Productivity—NMany companies report productivity
increases as a result of implemention of poleies related
to work/life challenges. Trends indicate, for example,
that flexibility will be an increasing demand with new
workers, and this may be an area for further review at
UCB.

* Emplovee Benefit Costs—Some studies indicare
such policies result in a reduction in stress and poten-
tially a reduction in the cost of benefits.

f. Manager and Supervisor Continuous Learning:
Provide a varietv of continuous learning
opportunities for academic and administrative
managers.

Managers and supervisors are bombarded with demands
from many directions. A “how to” development program
for managers and supervisors will help them learn how to
structure flexible work schedules, telecommuting, part-
time and job share alternatives for statf. This approach also
can identify the benefits others have achieved by allowing
staf to participate in these programs. Appendix E, p.

27, has some examples of benefits derived from work/life
initiatives from research conducted in the private sector.
Many staff recommended that manager/supervisory
training be mandatory and include a focus on diversity.
The definition of divu'rairy can be expanded bevond ‘
traditional gender, race, ethnic, age, disability and sexual
orientation issues. Diversity can, for example, also include
staff who have different needs to balance work and
personal responsibilities, such as child and eldercare.

It is understood that mandatory training may be difficult
inan environment such as UCB, and other methods of
education will need to be championed in order to provide
managers/supervisors with the information thev need

to perform effectively in their positions. Developing a
training program for managers is another opportunity for
collaboration between The Vice Chancellor-Equity and
Inclusion, Vice Provost-Academic Affairs and Faculty
Welfare, and the Associate Vice Chancellor-Health and
Human Services.
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A number of staff commented on the negative reaction
they receive from peers if they work a flexible schedule or
telecommute occasionally. Manager and supervisory train-
ing needs to help managers address the *backlash’ issue.
Managers will need to be able to articulate that emplovees
working flexible schedules and telecommuting are being
held to the same standard as emplovees who are not using
such schedules.

A development program also provides an opportunity for
supervisors and other staft to understand their own uncon-
scious biases. In this case, the bias may be against people
perceived to be receiving special treatment, or perceived to
not be working as hard. This perception may prevent some
managers from having considered alternative options for
coverage of work.

While training of managers is an essential strategy, it
needs to be combined with other interventions in order to
sustain change at UCB and ensure that UCB has a family
friendly climate on campus for faculty, staff and students.
Brown bag lunch meetings or scheduled panel presenta-
tions of managers and staff who can relate their challenges
and success stories and respond to questions are other ways

to grapple with the changes flexibility brings. Lastly, many

organizations have found it helpful to train human
resource staft on flexible work option strategies so that
they can mentor managers as thev work with the depart-
ments they represent.

A strong performance management and supervisory train-
ing system will help managers set goals with stafand
could help them balance a face-time management style
with a results-focused approach. The Career Compass
Initiative at UCB has a strong performance management
component as an integral part of its focus, which can help
managers set goals with staff,

Communication skills are another important training
focus. A long-time Berkelev statf member said that the
climate on campus has changed in the last decade. Given
the current pressures, “faculty and managers/supervisors are
[often] less respectful and compassionate; we need to reverse
this trend and focus efforts on encouraging and rewarding
respectful and compassionate behavior.”

For example, a staff member told his manager that his

father died and he would be traveling back east for the
tuneral. Instead of offering condolences, the manager said
gruffly, “How soon can vou return?” Situations like this
are reported frequently to the Ombuds office. Poor com-
munication can cause stress, which in turn has an impact
upon health, family relationship, productivity, morale and
effectiveness. Much of this can be mitigated with effective
and respectful communication skills.

In summary, the following topics should be integrated into
a comprehensive manager development initiative: manag-
ing remote staft, restructuring work, managing flexibility,
developing a respectful workplace, understanding diversity
issues, effective communication skills, and performance
management. This continuous learning strategy could be
combined with the other interventions to increase mana-
gerial effectiveness,

g. Work Structure Changes:

Work schedules and work processes of staff need to

be aligned with the nature of the work.
Work traditionally has been scheduled between 8am =5 pm.
or 9 a.m-6 p.m. Academic work, on the other hand, goes
on around the clock. Given the variety of jobs and respon-
sibilities of staff, managers need to ensure that work and
work processes are aligned with work schedules. There
may be epportunities to redesign or restructure work that
would provide both flexibility and increase productivity
and responsiveness,
An interviewee indicated that most of his work is done
late in the day and into the evening working with stu-

Communication

Poor communication can cause stress.
Stress impacts health, family relationship,
productivity, morale and effectiveness.
Much of this can be mitigated with
effective and respectful communication.
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Ford Foundation has shown

. hat if work groups are
dents. However, he is that if work groups ar

required to be at the office
carly in the dayv—9 a.m.
Thus, he works more than
his expected hours and is accompli
not very productive in the :
morning when his ‘cus-
tomers’ are not available.
What it his work hours
were 11 am.-7 p.m.7 As
another example, some of-
fices have ‘seasonal’ work.,
They are extremely busy
and work extended hours
for 3-4 months a vear.
There are also 3-4 months
of quict time. During the
quiet season, they take
long lunch hours because
there is not enough work
to keep them busy and
because the manager tries
to ‘reward’ them for the long hours thev work during the
busy season. What if, instead, they had formal reduced
hours during the quiet season and formal extended hours
during the busy scason? This way, they could plan personal
time to be with their children, exercise, take a class, or
volunteer during the quiet season. Teaching managers and
work groups how to restructure work to benefit the ac-
complishment of academic and business goals, the needs
of customers and the needs of statt would be an important
clement of a training and development program.

empowered to create their

own work processes and

improves.

Ford Foundation has shown that if work groups are
empowered to ereate their own work processes and work
schedules, more work is accomplished and retention
improves.” Their rescarch can be incorporated into
curriculum for managers or for department HR staff,

A number of staftf recommended that work groups learn
how to design their work to support the needs of their
consituents (whether academic or administrative) and
their staff. Certainly, the example cited above about the
staff person who works with students and could adjust
his hours to 11 a.m.-7 p.m., is an example of creative

work schedules, more work is

shed and retention

restructuring. This restructuring can be done either
with individual staff members and their manager or
by work groups and the manager.

By restructuring work to meet the organizational
need {(e.g. serving students at times they are
available), staftf become more accessible to those
they serve. By restructuring work, the university
can create flexibility that meets the needs of the
administrators, students, and faculty to whom
the staft provide service.

h. Career Development:

Ensure that work/life issues of staff
are considered in campus-based career
development programs.

While the carcer path for faculty is fairly de-
fined, the path for staff is not. Human Resources
and The Center for Workforce Development are
launching an integrated approach to career develop-
ment on campus. As this program is developed, the

intersection with work/life challenges should be consid-

ered. An important retention strategy for statf is a carcer
development program that also addresses their need for
work/life balance and flexibility.

Many interviewees suggested the university consider provid-

ing staft with time oft if thev are pursuing a degree. Staff

often use vacation time to pursuc studies, which is viewed by
many as an obstacle to encouraging educational advancement.

i. Mentoring:

Integrate an understanding of staff work/life
issues and policies into the campus Mentoring
Program.

Mentors can help junior managers understand the campus
culture, and how to navigate the various needs of staff
while meeting the academic mission. They also can help
staff learn where to find the applicable policy and how

to utilize it. These approaches can be integrated into the
Berkeley Staff Assembly Mentor program, currently a
focus of the campus’ staff diversity initiative and BILD
(Berkeley Initiative for Leadership on Diversity).
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j- Work Hours:

Address the perception by some staff that many
managers believe excessive hours and face-time are
necessarvin order to be evaluated as effective.

Interviews indicated that there may be an unstated ex-
pectation in some UCB departments that excessive work
hours lead to success on the job. While this may be true
and necessary in some arcas, UCB should explore work
expectations and work loads and find appropriate solutions
to the findings. MIT currently is conducting research that
is focused on whether working excessive hours diminishes
creativity (Kathy Simmons, MIT). UCB can monitor this
research to determine if the results can help expand the
portfolio of available options on the Berkeley campus.
Balancing work hours and work load with family time,
exercise, and personal time is key for morale and pro-
ductivity, Wellness and physical exercise programs are
arcas being explored in the workplace. UCB currently

is a pilot for the University of California’s svstem-wide
wellness program. Managers may need help secing the
link between wellness and the potential for increased
productivity.

While it may be counter-intuitive, a focus on the needs
of voung, white males can become a lever for articulating
work/life issues. Research has demonstrated that this de-
mographic group of faculty and staff appear to want to be
moere involved with their families and have more personal
time than their parent’s generation.

“Today's ideal worker works excessive hours at the expense of
his/her personal life.”

Lotte Bailyn, Professor, MIT

k. Benefits:
Explore flexible benefit options that support part-
time and flexible work schedules for staff.

UCB should work with the UC svstem to review alterna-
tives to the current array of benefits plans. Currently, the
UC system requires that part-time emplovees (20+ hours)
receive full benefits, This presents an obstacle for manag-
ers to support part-time work because it requires managers
to use limited budget dollars to tund full benefits for more

than one emplovee occupying part-time positions. Many
part-time jobs are now advertised as 19 hours so managers
can avoid paving benefits. Instead, benefits could be pro-
rated according to hours worked. Pro-rating benefits is the
norm in many erganizations.

There is a need to v.x‘/)hn’ cafeteria p/am so dual career familics
can choose howw to use their benefits.,

Linda Marks, Hastings School of Law

Lastly, many interviewees expressed concern about requir-
ing staff to use vacation or unpaid leave during winter
closure. This presents a problem for many staft who use
vacation for childcare and eldercare responsibilities. Some
staff who attend classes use their vacation for education.
Thus, some staft find themselves in a situation where they
have no vacation left for rest and rejuvenation.

There appear to be only two possible solutions to this
problem: the first is to eliminate the need to use vacation
time for winter closure. This is a high cost and a negotiable
item for the University. The second is to move to a system
of personal time oft—PTO. This system is used by many
private sector organizations. It combines both vacation

and sick time and allows emplovees to use the time at their
discretion for any personal need they have. This also is
negotiable.

I.Lactation Rooms:

Increase the number and size of the lactation rooms

oncampus.
UCB currently has an active breastfeeding support
program and 11 lactation rooms on campus. While efforts
are continuing to increase the number of locations of
lactation rooms, there also is a trend nationally to provide
larger lactation rooms so, when needed, mothers can bring
other family members into these spaces.

m. Technology:

Make more effective use of technolog v for staff.
Many staft suggested that improving the use of technology
would enable them to improve their work/life balance.
Providing staff with devices that help them work more



ethiciently and help them to work outside the office
improves productivity and morale. As UCB hires more staft
who are younger and who are more technologically savvy,
the University will need to provide updated equipment to
compete with other emplovers in the Bay Area. Research
has demonstrated that telecommuters are more productive

\

(see Appendix E. p. 27).
One UCB staff member stated, “We need to use
technology more. My boss bought me a Trio and now
I'am so much more productive. [ am accessible all the
time via email and phone. We need to provide folks with
technology so they can work more efficiently.”

Providing staff and faculty with the technology to work off-site
will benefit the University and may be more costettective,

5. Organization Structure: Opportunities
for collaboration and leverage.

The new Vice Chancellor-Equity and Inclusion and the
Vice Provost-Academic Affairs and Faculty Welfare also
support work/life issues on campus. Steve Lustig will
need to work closely with ther so that work/lite roles
and responsibilities are coordinated, and the offices work
collaboratively to leverage efforts to benefit the entire
Campus.

Peer institutions have a wide variety of organizational
configurations that address work/life issues. The
organizational structure does not appear to be the key

to success, as many different structures are successtul.
[nstead, collaboration between faculty and staff,
communication of the Universitv’s commitment, the
cducation/training of faculty and staff managers and the
reduction of the gap between development of policies
and implementation are the kevs to continued success of
campus work-life initiatives.

[mplementing work/life policy change is much more
challenging than program and policy development, For
these changes to take hold, close collaboration between
leaders on the administrative and the academic sides of the
campus is required . An integration of activities is needed so

that a campuswide ‘familyv-triendly’ climate can flourish.
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October 17. 2007

CHANCELLORS
DIRECTOR-LAWRENCE BERKELEY NATIONAL LABORATORY

Dear Colleagues:

October is designated as National Work and F amily Month, the result of United States Senate
Resolution 210 which was passed in September 2003 and provides annual recognition of the
importance of employer-sponsored work-life programs in attracting, motivating, and retaining
top talent. The resolution indicates that the ability to effectively manage work, family, and
personal responsibilities contributes to the well-being and productivity of American workers and
their workplaces.

Supporting employees is key in achieving job productivity, job satisfaction, and retention. The
University is committed to promoting a family-friendly work environment by providing
programs and services to help its employees achieve success at work and in their personal lives.

In recognition of National Work and Family Month this year, [ am issuing the following
statement for utilization by the University locations to promote and highlight UC’s work-life
agenda:

The University of California is committed to the ongoing development aflprinciples,
institutional resources, and a workplace culture supportive of\personal and family
responsibilities. In aspiring to achieve such u workplace culture, the University will
Joster work-life integration and support work-life strategies that promote civiliy,
citizenship, and community. The University, having accomplished this, will maximize
the productivity and successes of its diverse faculty and staff and enhance the quality

of life for all.

The University has a myriad of programs, resources, policies, and practices that address work-
life integration, such as child care, lactation support, elder care resources and referral, health and
wellness, transportation assistance, professional development, employee assistance, and flexible
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work arrangements. These offerings are intended to enable University employees to effectively
meet their work and personal responsibilities. I encourage each University location to schedule
appropriate activities during this month to promote and celebrate work-life integration and
effectiveness.

Sincerely,

~e

Robert C. Dynes

ce Members, President’s Cabinet
Principal Officers of The Regents
Academic Council Chair Brown
Council of Vice Chancellors
Council of Vice Chancellors - Admimstration
Vice Provost Jewell
Associate Vice President Bovette
Universitywide Policy Coordinator Capell
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External Interviews:

Lotte Bailyn
MIT,T. Wilson Professor of Management, Sloan School of
Management

Nancy Costikyan
Harvard, The Office of Work-Life Resources, reports to the VP of
HR. She s a faculty member whe is now working on the staff side.
She has 2.25 FTEs.

John Curtis

Director of Research, American Association of Univerity Professors

Lynn Edelfson

University of Wisconsin
Joan Girgus

Princeton University, Professor of Psvchology and Special Assistant
to the Dean of Faculty

Barbara Horowitz
U.C. Davis, Vice Provost for Academic Personnel

Marilyn Kraut

University of Pennsylvania, Director of Quality of Work-Life,
reporting to the VP o HR

Linda Marks

Hastings Law School, Director of Training=Work-Life [ssues

Valerie Palazzolo

University of Michigan

Kathy Simmons
MIT, Co-Director of Center for Work-Family and Personal Life
Binnie Singh
L€ Davis, Director Faculty Relations and Development, Academic
Personnel, Office of the Chancellorand Provost
Joan Williams

Protessor, Hastings School of Law

Brenda Wilson
Gertatric Care Manager, Unwersity of Vigginia, Faculty and
Employee Assistance Program

University of California at Berkeley
Staff and Faculty Interviews:

Academic Business Officers Group (ABOG)

Chancellor’s Advisory Committee on Dependent Care
{(CACDQO)

Chancellor’s Staff Advisory Committee (CSAC)
Coalition of Ethnic Staff Organizations (CESO)
Karie Frasch
UL.C. Berkeley, Analyst, Center Child Youth Policy
Marc Goulden
UL.C. Berkeley, Director of Data Initiatives, Academic A ffairs
Dorothy Hale
U.C. Berkeley, Associate Professor, Department of English
Health and Human Services Faculty/Staff Health
Programs managers

Harry LeGrande

Interim Vice Chancellor, Student Affairs

Mary Ann Mason

Dean of the Graduate Division and Professor ot Social Welfare

Christina Maslach
Vice Provost, Undergraduate Education and Professor, Department

of Psychology
Ombuds Office Staff

Jeannine Raymond
Assistant Vice Chancellor—= Human Resources

Laura Keeley-Saldana

Director, Early Childhood Education Program
Andrew Scharlach

Protessor, Social Welfare

Angelica Stacy

Associate Vice Provost for Faculty Equity and Professor of Chemistry
Sophie Volpp

Associate Professor, Comparative Literature and Co-Chair CACDC
Sheldon Zedeck

Vice Provost tor Academic Affairs and Faculey Weltare and Professor

of Psychology



Peer Institution Organization Models:

1. Princeton University has a Director of Work-Life
reporting to the Vice President of Human Resources,
They also have a Professor who is the Special Assistant
to the Dean of Faculty and Chairs the Work-Life
Committee and collaborates closely with the Vice
Provost for Diversity.

2. University of Pennsylvania has a Director of Quality

of Work-Life reporting to the VP of HR.

3. Harvard University has a Dircctor of the Office of
Work-Life Resources reporting to the VP of HR.
There is also a Director of Work-Life for the School of
Medicine and affiliated Hospitals. On the faculty side,
Evelvn Hammonds, Senior Vice Provost for Faculty
Development and Diversity focuses on work-life issues
and collaborates closely with the Director of the Office
of Work-Lite Resources.

4. MIT has two Co-Directors of Center for Work-Family
and Personal Life. They reportinto the Benefits
Department and sit on the Academic Council. They
also have a number of faculty who actively advocate
for work-life issues on campus: Nancy Hopkins, Lotte
Bailyn and Suzanne Flynn.

5. UCDavis has a Vice Provost for Academic Personnel
and a Director of Work-Life.

6. University of Virginia, a Geriatric Care Manager, for
the Faculty and Employee Assistance Program located
in the school of medicine and hospital focuses on
work-life issues. An Assistant Provost in the school of
medicine spearheads a women'’s leadership program for
faculty that addresses tenure and spousal hiring issues.
UVA has no office of work-life programs nor any statt
that devote full time efforts to work-life issues,

7. University of Wisconsin. Lynn Edelfson, Manager
of Childeare. The childcare office reports to the Vice
Chancellor of Climate and Diversity. There is no
work-life office. The childcare office supports faculty,
students and staff. There are eight on-site centers. Some
are research centers and some slots are subsidized with
Federal grants.

8. University of Michigan, Valeric Palazzolo, Work-Lite
Manager. This office is located in Human Resources,
‘The Work-Life Office manages all childcare both on
(3 centers) and off campus. They provide training to
community individuals who want to become certified to
provide childcare in their home (6-10 children in cach
home).

Leadership at UC Berkeley

Strong leadership for work/life initiatives exists in the
academic arena under the Vice Provost-Academic
Affairs and Faculty Welfare. In addition, with the
appointment of a new Vice Chancel!or—Equny and
Inclusion, the intersection i
of work/life issues with
diversity will be a key to
addressing issues of faculty,
staff and students around
equity and inclusion.
Collaboration between the
Associate Vice Chancellor,
the Vice Provost and the
new Vice Chancellor will strengthen and integrate a
campus-wide approach to current work/life challenges
and help UCB recruit and retain the highest quality
staff and facuity.
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The data on the following pages was collected by Marilyn Kraut at the University of
Pennsylvania. She conducted a benchmarking study of peer institutions in March,
2006. Participants in the survey include: U.C. Berkeley, Dartmouth, Duke, Harvard, MIT,
NYU, University of Pennsylvania, Princeton, Stanford, University of Michigan and Yale.
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yes yes yes no yes yes no
yes yes yes yes no yes yes
yes yes yes yes yes yes yes
Under
yes yes yes yes consideration | yes yes
yes Yes- (if
(income Yes (snow space
yes | yes elg) days) yes requested) | yes
yes yes yes no no no yes
yes yes yes yes no no yes
Yes
(needs
based-max
es yes 5kiyr) yes yes yes yes
yes -
yes yes students yes no yes yes
yes yes no Under Cons | no yes yes




Sick

Time . Discounting
| Dependent | For ::rDtuﬁt;ne Care Family
Care Depen giving Friendly Needs
University | | Travel dent Interactive | Reduction| pgme Meeting Assess
| and #fac | Fund Care Website Options | Gaps Schedule ment
~ ‘ >than one Under
no yes yes yes univ. issue consideration | yes
yes (10
no days) no yes varies no
yes (all
accrued
sick
no days) no yes
Yes
(varies Under Under
Under from consideration | consideration
yes consideration | school) for campus for campus yes
‘ Yes- some
no yes no yes ? times yes
Yes
{up to
no 5 days) | no yes ?
yes (3 Varies by
88 | | no days) no yes ? Dept. ho
' Yes
{max.
16
yes days) no yes no yes yes
Varies
| depending
yes no yes yes no on dept. yes
Under
no yes no yes consideration | yes ?
yes (12
| no days) yes yes varies yes yes




Trailing Gradual | Special | EducFee
Univers Spouse Retireme | Services | Waivers/Tuition
ity and Housing Employment nt for Assis tance - self &
# fac Program | Relo Services | Support Options | Emeriti family member
ucB Under Under
4000 yes consideration | consideration | no yes Under consideration
Dartmo
uth -
591 yes yes yes no no yes
Duke -
1595 yes yes yes yes
Under Under
Harvard conside consideration
- 2580 ration yes for campus yes yes
MIT 983 yes yes yes ? Yes- self only
NYU -
2010 yes yes yes no ? yes
Trailing Gradual | Special Educ Fee
Univers Spouse Retireme | Services | Waivers/Tuition
ity and Housing Employment nt for Assis tance - self &
# fac Program | Relo Services) | Support Options | Emeriti family member
Penn -
4688 es yes some yes yes yes
Princeto
n 1400 yes yes yes yes yes yes
Stanford
- 1700 yes yes yes yes yes yes
U
Michiga
n-4169 no yes yes yes yes yes- self only
Yale -
3000 yes yes yes yes yes yes




| Appendix E

Work/Life Solutions Research -
Data reported by Work and Family Connection

In 2004, 45 million American employees — nearly a third of the workforce
worked from their homes or another remote location at least one day every week.
(projection-100 million in 2010).

Between 2001-2005 remote workers saved 38 million gallons of fuel and 3.4
million metric tons of carbon dioxide.

Remote workers save on average 45-90 hours a year by not commuting.
At IBM, 40% of its 330,000 emplovees work remotely.

With remote work, absenteeism can be reduced by 75%.

With remote work, tardiness can be reduced by 84%.

With remote work, turnover can be reduced by 50%,

80% of remote workers report they are more committed to their em ployer.

71% of employees surveyed consider a remote work option in their decision to
stay with company.

Ina 1998, a Watson survey of 614 companies, flexibility was ranked by half of
the companies as their most effective retention tool—better than above-market
salaries, stock options or training,

AmEx remote workers produce 43% more business than office workers.

J.D. Edwards found its teleworkers 20-25% more productive than office
employees.

Telework Association & Council reports that mobile work reduces turnover by
an average of 20%, boosts productivity (up to 22%) and cuts absenteeism by nearly
60%.

53% of remote workers indicate that they will select their next employer based
on their ability to continue to work remotely.



““;B{miwraphy

Bibliography

American Council on Education, Office of Women
in Higher Education, An Agenda for Excellence:
Creating Flexibility in Tenure-Track Faculey
Careers, Funded by the Sloan Foundation

Christofferson, Jean, Universities Begin the Next
Chapter in Work-Life Benefits, \World at\Work, 2006

Drago, Robert; Striking a Balance: Work, Family,
Life; Dollars and Sense, Boston, 2007,

Drago, Robert and Colbeck, Carol; The Mapping
Project: Exploring the Terrain of U.S. Colleges
and Universities for Faculty and Families; The
Pennsylvania State University for The Alfred
P.Sloan Foundation, December 31, 2003

Drago, Robert and Colbeck, Carol, Stuatter, Kai Dawn,
Pirretti, Amy, Burkum, Kurt, Fazioli, Jennifer; Lazarro,
Gabriela; Habassevich, Tara; Bias Against Care Giving;
http://aaup.org/publications/Academe/
2005/05s0/05sod rag.htm

Frasch, Karie; Mason, Mary Ann; Stacy, Angv: Goulden,
Mare; Hotfman, Carol; Creating a Familv Friendly
Department: Chairs and Deans Toolkit; March, 2007.

Gerkovich, Paulette, Ph.D . Sloan Work
and Family Research Network, Boston
College; Vol. 7 (2), February, 2005.

Leslie, David W, Faculty Careers and Flexible
Employment, The College of William and Mary, and
TIAA-CREF Institute Fellow, Januarv 1, 2006
httpy//www tiaa-crefinstitute.org/
research/policy/pol010106 . html

Leslie, David WV, The Reshaping of America’s Academic
Workforce, TIAA-CREF Institute Fellow, The College
of William and Mary March 1, 2007, Issue #87
http//wwwtiaa-arefinstitute.org/research/dialogue/indexcheml
Mary Ann Mason and Mare Goulden, Do Babies
Matter (Part 11)? Closing the Babv Gap, ACADEME,

Balancing Faculty Careers and Family Work,
November-December 2004, Volume 90, Number 6

Mason, Mary Ann; Stacy, Angelica; Goulden, Marc,
Hoffman, Carol, Frasch, Karie; Faculty Family Friendlv
Edge: An Initiative for Tenure-Track Faculty at

the University of California; February, 2005,

Perna, Laura; Sex Differences In Faculey
Tenure And Promotion: The Contribution
Of Family Ties; University of Marvland

Rapoport, Rhona, Bailyn, Lotte; Relinkning Life and
Work: Toward a Better Future; 1996, The Ford Foundation.

Stacy, Angelica; Goulden, Mare, Frasch, Karie; Page-
Medrich, Sharon; Horowitz, Barbara; Singh, Binnic;
O'Rourke, Sheila; Washington, Sharon; The Univ ersitv
of California Accelerator Plan for the Alfred P. Sloan
Award for Faculty Career Flexibilitv; Spring, 2006,

Steiger, Kav, Publish or Parent? How the Tenure Process
Favors Men, Campus Progress.org; April 9, 2007

Sullivan, Beth and Hollenshead, Carol and Smith,
Gilia, Developing and Implementing Work-
Family Policies for Faculty, 2004 htep://aaup.org/
publications/Academe/2004/04nd/04ndsull.htm

Symeonds MR, Gemmell NJ, Braisher TL, Gorringe KL,
Elgar MA (2006) Gender Differences in Publication
Ourtput: Towards an Unbiased Metric of Research
Performance. PLoS ONE 1(1): ¢127. d0i:10.137
journal.pone.0000127, December 27, 2006

Varner, Amy and Drago, Robert; The Changing Face
of Care: The Elderlv; Department of Labor Studies and
Industrial Relations, Penn State University; November 1, 2000

Williams, Joan C. Hitting the Maternal Wall;
ACADEME, Balancing Facultv Careers and Familv
Work November- December 2004 Volume 90, Number 6






	Scan 1
	Scan 2
	Scan 3
	Scan 4
	Scan 5
	Scan 6
	Scan 7
	Scan 8
	Scan 9
	Scan 10
	Scan 11
	Scan 12
	Scan 13
	Scan 14
	Scan 15
	Scan 16
	Scan 17
	Scan 18
	Scan 19
	Scan 20
	Scan 21
	Scan 22
	Scan 23
	Scan 24
	Scan 25
	Scan 26
	Scan 27
	Scan 28
	Scan

